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Given the recent theoretical emphasis o n the process of 
performance rating (e.g . , Landy & Farr, 1980), a test of the 
suggestion that better raters may use different rating pro-
cesses than poorer raters was implemented . Specifically , 
this study was designed to determine if more accurate raters 
use a systematically different rating strategy than 1e8. 
accurate raters. Accuracy, the prox imity of a rati ng to the 
ratee's true score, was o perationalized by differential 
accuracy (Cronhach, 1955), while rating st r ategies were 
determined through a policy capturing method (e.g., Zedeck, 
J<afry, 1977). 
seventh-three subjects rated a series of videotapes, 
developed by Borman (e . g., Bo rman, 1977), of performances 
with known true scores. A subject'S ratings on a particular 
dimension were correlated with the true scores for that 
dimension (across r atees) to provide each subject's differen-
tial accuracy score f or that particular dimension. Then, 
dimensional differential accuracy rating s were converted to 
~ scores (using Fisher's r to ~ conversion) and the mean of 
each subject's dimensional accuracy ratings was calculated and 
used as his/ her summary accuracy indices. 
vi i 
The policy capturing segment of the study required sub-
jects to provide an overall performance rating for 100 
hypothetical performance p r ofi l es . The subj ect's overall 
ratings were then regressed on the hypo thetical performance 
profiles , providing for each subject a reg ression equation 
reflecting his/ her particular rating strategy . 
The variables from each subject's regression equation 
used to reflect his/ her rating strategy were then correlated 
with that subject's accuracy ratings. The results indicated 
that more accurate raters were no more consistent in using 
their individual rating strategies than less accurate raters, 
nor did they use information from more performance dimenaions 
than less accurate raters. Also, there was no correlation 
between the accuracy with which a dimension was rated and 
the relative weight given that dimension when providing an 
overall rating. Given the lack of significant relationshipa 
between the accuracy of rating and measures of rating strategy, 
it was suggested that the effect of other rating process 
variables (e.g . , observation and memory processes) on accuracy 
be examined. 
viii 
Chapter I 
INTRODUCTI ON 
Virtually every organization devotes considerable time 
and effort t o the evaluation of the performance o f the indi-
viduals in its workforce . whether these appraisals are used 
to make administrative decisions or to develop the skills of 
the individual, the validity of the appraisal is of paramount 
importance. 
Research on performance ratings is voluminous. Much of 
this research has focused on the psychometric properties of 
the resultant ratings. The psychometric properties most 
often investigated in this literature have been leniency, 
halo, central tendency and interrater agreement. 
Recently, however, frustrated with the lack of meaningful 
progress resulting from the focus on these psychometric 
properties of ratings as dependent variables and on scale 
format as the focal independent variable, researchers in this 
area have argued for new approaches to the investigation of 
performance ratings. Concerning the most appropriate dependent 
variable, many believe researchers ought to use the accuracy 
of ratings as the crucial index of rating validity (e.g., 
Borman,1978). Accuracy in this context refers to a rater's 
ability to reconstruct the profile of a ratee's "true Bcores" 
1 
2 
acro ss dimensions. Likewise , concerning independent va riables, 
increased attentio n di r ec t ed at the cognitive processes 
invol ved in performance rating has been urged (Cooper. 1981). 
The present study incorporates both of these ne w appro aches 
in studying performance ratings , the use of accuracy and the 
concern for the cognitive process of rating , t o investigate 
the dynamics of performance rating behavior. In particular 
this research addresses the issue of whether more accurate 
raters employ systematically different rating strategies than 
do less accurate raters. 
In order to familiarize the reader with the logic behind 
these new approaches to ratings research it is necessary to 
review two separate bodies of literature. The first concerns 
the problems with the use of psychometric errors as dependent 
variables for ratings research and the new problems which 
arise when substituting accuracy . The second concerns theo-
ries of the cognitive process of rating. 
Rater Accuracy as a Dependent variable 
Advocates of the use of accuracy as a dependent variable 
point out conceptual problems which arise when true perfor-
mance levels are not considered. Leniency, severity, and 
central tendency errors compare ratings to a theoretical 
ideal, the normal distribution. As Smith (1976) points out, 
leniency occurs when " . • • ratings tend to be bunched toward 
the favorable end of rating scales. The average person is 
rated above average, making for displacement of the mean and 
skewness" (p. 757). Severity, or negative leniency, concerns 
3 
the o pposite situation, whe r e r a tings a r e g r o u ped a t t he 
negative end o f rating s ca les. Centr a l tendency i s tho ught 
to occur when rate rs avoid the hig h and l ow e x treme s o f the 
scales and t e nd t o clus ter their rating s about the center of 
the scales. Some have noted that the assumptio n underlying 
these errors, that true scores are normally distributed, may 
be conceptually flawed (Bernardin & Pe nce, 1980; Casielo, 
1978; Schwab, Heneman & De Cotiis, 1975). As Cascio (1978) 
suggests It ••• in some situations a positively lenient distri-
bution may be accurate" (p. 321). Attrition of less capable 
employees and selection methods which pick only those most 
likely to succeed may result in a displacement of the mean of 
the true score distribution to a position considered positively 
lenient. 
Further, halo is based on the belief that dimensional 
ratings may be affected by global impressions of performance. 
Therefore, one operationalization of this measure compares 
ratings on one dimension to ratings on all other dimensiona, 
defining interdimension correlation as error. Yet, these 
performance dimensions may be conceptually similar and true 
performance on the dimensions being rated may be non-
orthogonal (Cooper, 1981). 
Finally, interrate r agreement measures compare ratings 
from one rater to ratings of another. Yet, these ratings may 
be different due only to differences in opportunity to view 
performance, not differences in raters' ability to determine 
the true performance levels exhibited (Borman, 1914; Saal, 
Downey & Lahey, 1980). 
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The c o rrelation between accuracy and these psychometric 
err ors is a related important issue. I f t hese depende nt 
var iables are correlated, then the c onceptual problems with 
the psychometric errors just discussed ma y no t be so s evere . 
That is, if more accurate raters made fewer psychometric 
errors when rating , one may assume, as has enerally been 
acce pted, that raters who avoid these errors produce more 
accurate ratings. However, there seems to be little relation-
ship between accuracy and many psychometric errors. Cooper 
(1981) reviewed four studies using both halo and accuracy as 
dependent measures and reported that the two were not s ign i -
ficantly correlated. One of the studies reviewed (Borman, 
1977) also correlated accuracy with measures o f severity/ 
leniency and restriction of range and found no significant 
relationships between accuracy and these variables. 
Further evidence of a lack of correlation between 
accuracy a nd psychometric errors comes from studies which 
measure accuracy and also contain training programs aimed at 
helping raters avoid psychometric errors. While succeeding 
in reducing psychometric errors, these studies have reported 
minimal effects on the accuracy of ratings (Bernardin' Pence, 
1980; Borman, 1975, 1979a). The limited relation between 
accuracy and the psychometric errors discussed would seem to 
support two conclusions. First, there are serious conceptual 
problems with the use of psychometric errors as dependent 
variables in ratings research. Second, accuracy, because it 
is based on comparisons with true scores, may eliminate these 
problems. 
5 
While the use of true performance l eve l s gives accuracy 
measures an advantage over psychome tric errors , the use of 
accuracy is not absolved from controver sy. One o bviou s 
problem involves the determination of "true " scores. A 
second problem involves the mathematical definitio n of the 
accuracy measure . 
Obtaining True Scores. While methods vary, most resear-
chers depend on the agreement of expert raters with an enhanced 
opportunity to view performance behavior when determining 
true scores . For example, Borman (1977, 1978, 1979a) used 
graduate students in psychology and practicing industrial 
psychologists as expert raters. Both groups presumable are 
very familiar with performance rating problems and strategies 
for avoiding them. Next, he made sure these raters had an 
excellent opportunity to view the performance behavior on 
the videotapes used in these studies. Expert raters were 
given the scales and scripts, and allowed ample opportunity 
to view the videotapes. As Borman (1979b) notes "It was 
hoped that maximum opportunity to review relevant performance 
related behavior would lead to highly informed and valid 
expert ratings" (p . 107). 
The final steps to this process were (1) determining 
the agreement levels among the expert raters, (2) comparing 
the expert ratings to pre-determined intended true scores, 
and (3) establishing the mean expert ratings as true scores. 
An ANOVA (Kavanagh, MacKinney , Wolins, 1971) was used to 
assess convergent validities (ratee effect in Kavanagh et.al . 
design and discriminant validities (ratee x dimension 
6 
interractio n ) . Bo th o f the se tests of interrater agreement 
were hig hl y signi ficant. Ho wever , in v iew o f the attention 
given the training and experie nce of the r aters and the i r 
ample opportunity t o observe perfo rmance behavior, one can 
conclude that developing true scores involves more than sim-
ply measuring inter rater Agreement. 
Agreement with pre-determined true scores was also 
evaluated (e. g. , Borman, 1979b). Earlier , five of the 
experts were asked to estimate the "true" intercorrelations 
between performance dimensions. Profiles, with appropriate 
means and standard deviations for the 7-point scales, were 
developed using this estimate of true covariance . The scripta 
were then written to reflect the performance levels called 
for by these profiles. Thus, high correlations between 
intended true scores and the expert ratings could be used aa 
evidence that the actual performances ref l ected the perfor-
mance levels predetermined by such logical criteria aa the 
true covariance matrix and scale format restraints . Finally, 
since there were high levels of agreement and convergence 
with intended true scores, the means of these expert ratings 
were established as true scores. 
Murphy, Garcia, Kerkar, Martin and Balzer (1 982) employed 
a similar strategy in developing true scores. Their study 
used graduate students given multiple opportunities to view 
videotapes and script outlines as expert raters . Again, 
convergent and discriminant validities were checked with the 
Kavanagh et . al. (1971) ANOVA strategy. Also, Murphy at al . 
7 
(1982) s ho wed high levels o f convergence of expert ratings 
wi t h i nte nded true scores . Following the logic e s tabli s hed 
b y Bo rman (e . g ., Borman, 1977 ) , Mu r p h y et a l e (1982 ) es tab lished 
the me an exper t r a t i ngs as the t r ue scor e s. 
On the o ther hand , Be rnardin and Pence (1980) used a 
different approach fo r o btaining true scores . In their 
study the r a t e rs were asked t o rate the effectiveness of 
crit i cal incide nts involv ing teaching performance. Only 
those incidents which showed high lev els of agreement were 
considered further. These c onsistently rated examples of 
perfo rmanc e were used in making vignettes of hypothetical 
teachers. The mean effectiveness rating given by the students 
f or each critical incident used in the making of the vignettes 
became the " true" score for that incident. 
There are important differences between the Bernardin 
and Pence (1980) strategy for obtaining true score a and that 
used by Borman (e.g . , Borman, 1977) and Murphy et a l e (1982) . 
First , there was no attempt to establis h the expertise of 
the unde r graduate s whose mean rati ngs were eventually used 
as true scores. Also, these raters apparently did not have 
an enhanced opportunity to observe performance. Further, 
there seemed t o be no concern with the true covariance matrix 
o f the performance dimensions. 
There are advantages to using the Bernardin and Pence 
(1980) approach. For example, using critical incidents .s 
the stimuli rated by those establishing true scores eliminates 
the problem thought to underlie halo e rror . Since, behaviora, 
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not peopl e, are being rated , g l oba l impressions have no effect 
o n the ratings that are used as true scores . However , the 
problems noted earlier surrounding t his strategy cast doubt 
on the wisdom of the use of these ratings as true scores. 
Expert raters with an enhanced opportunity to view per fo r-
mance and a concern for the "true" covari .... nce matrix would 
make the use of vignettes a more viable alternative to the 
videotape methodology described earlier . 
Mathematically Defining Accuracy. A second, perhaps 
more difficult, problem for users of accuracy criteria invol-
ves mathematically defining accuracy. As noted, accuracy 
refers to the proximity of rated performance to the true 
score distribution. Yet, Cronbach (1955) showed that the 
simple difference measure often used to reflect accuracy 
(i.e., 02) contains four separate components. Cline (l964) 
later showed that the four components are uncorrelated. Thia 
means that giving an accurate rating, one close to the true 
score distribution, depends on four separate rating -abilitiea . -
The chal lenge remaining is deciding which of these abilities 
best reflects what is thought of as accurate rating. An 
explanation of these four components and what each meaaures 
makes this task less foreboding. 
Cronbach (1955) labeled the four components of accuracy: 
elevation, differential elevation , stereotype accuracy, and 
differential accuracy . Generally, the firat two components 
meaaure the ability to judge the level of performance exhibited, 
"':1ile the laat two components tap the ability necessary to 
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reconstruct the s hape of the true performance profi les. Of 
the four, differe ntial accuracy has an apparent a dvantage 
because only this measure considers proximity both across 
ratees and f o r each dimension s eparate l y . 
Murphy et al. (1982) describe elevatio n as" the 
component of accuracy due to the Average rating over all 
ratees and items, given by a rater" (p . 321). Elevation 
compares the rater's grand mean with the grand mean true 
score. Differential elevation , in effect, gives a separate 
elevation score for each of the target ratees. This measure 
represents the ability to rate the level of a particular 
ratee's performance accurately, across performance dimensions. 
These measures of the ability to determine the level of 
performance exhibited have some importance to the admini-
strative decisions made with performance ratinga. Murphy 
et ale (1982) point out: "If you are lucky enough to draw 
a lenient supervisor, you will fare well in comparison with 
members of other work groups whose actual performance ia the 
same as yours" (p. 321). However, these ratings abilities 
do not assure that the better performers on dimension are 
rated higher on that dimension, while the poorer performers 
on a dimension are rated lower on that dimension . 
These rating abilities of performance are obvious from 
the contrived ratings of a single rater shown in the first 
example in Figure 1. Here, the obtained grand mean rating 
exactly equals the grand mean true acore (3.3), indicating 
perfect accuracy if elevation is the only measure of accuracy. 
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Figu r e 1 
Examples of Hypothetical Rati ngs 
Example 1 
Ratee A Dim 1 Dim 2 Dim 3 Dim 4 Dim 5 Mean . . . . . 
True Score 2 3 4 3 5 3.4 
Obtained Scor e 5 5 2 2 3 3.4 
Ratee B 
True Sco r e 4 4 1 5 2 3.2 
Obtained Score 1 1 5 4 5 3.2 
Grand Mean 
True Score 3.3 
Obtained Sco re 3.3 
Example 2 
Ratee A Dim 1 Dim 2 Dim 3 Dim 4 Dim 5 • • • • . 
True Score 2 3 4 3 5 
Obtained Score 5 5 1 5 2 
Ratee B 
True Score 4 4 1 5 2 
Obtained Score 1 2 4 3 5 
Dimension Means 
True Score 3.0 3 . 5 2.5 4.0 3.5 
Obtained Scor e 3.0 3.5 2.5 4 . 0 3.5 
Example 3 
Ratee A 
True Score 
Obtained Score 
Ratee B 
True Score 
Obtained Score 
Ratee C 
True Score 
Obtained Score 
Ratee D 
True Score 
Obtained Score 
rtrue/ obtained 
Example 4 
Ratee A 
True Score 
Obtained Score 
Ratee B 
True Score 
Obtained Score 
Ratee C 
True Score 
Obtained Score 
Ratee 0 
True Score 
Obtained Score 
rtrue/obtained 
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F i g ur e 1 (c a nt .) 
Dim 1 Dim 2 Dim 3 Dim 4 Dim 5 . . . . . 
2 3 4 3 5 
5 5 2 2 3 
4 4 1 5 2 
1 1 5 4 5 
2 3 4 3 5 
5 5 1 5 2 
4 4 1 5 2 
1 2 4 3 5 
-1. 0 -.98 -.95 0.0 - .96 
Dim 1 Dim 2 Dim 3 Dim 4 Dim 5 • . . . . 
2 3 4 3 5 
2 3 5 3 5 
4 4 1 5 2 
5 5 2 4 2 
2 3 4 3 5 
3 2 4 2 4 
4 4 1 5 2 
4 4 2 5 1 
.89 .89 .96 .89 .95 
1 2 
This e xample also shows pe r fect di fferential eleva t ion. 
No tic e that the me an rating for e a ch r a t ee equals t he mean 
true score for that ratee (3 .4 f o r rate e A a nd 3.2 f or ratee 
B). However, a quick perusal shows t hat this hypothe tic al 
rating is a poor reflection of a ccurate rati ng a s most 
generally conceive it. The co ncept of accuracy i s bette r 
measured by the final two components o f accuracy, stereo-
type accuracy and differential accuracy. 
Stereotype accuracy taps the average rating given each 
performance dimension, measured across ratees. It represents 
the ability to accurately rate groups of individuals on each 
of a number of performance dimensions. As Borman, Hough and 
Dunnette (Note 1) point out "This index is appropriate if, 
for example, we want to aS8e88 a teacher's ability to eval-
uate his/ her class's standiqg on skills associated with 
reading, mathematics, spelling, etc." (p. 1). 
However, we are usually concerned with rating the per-
formance of individuals, not entire groups. Since stereo-
type accuracy is measured across rateea , it i8 not sensitive 
to an individual's performance. As shown by the second 
example in Figure 1, a rater c an give ratings for which mean 
dimension scores equal the true dimension mean and still 
produce profiles whi ch are not ~lo8e t o that o f any particular 
target ratee. 
Perhaps the single component which best reflects the 
concept of an ability to provide just, accurate performance 
appraisals is differential accuracy. Differential accuracy 
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represents the ability to rank o rder perso ns o n s ome dimen-
sion. Thus, a rate r who is h ighly differentially accurate 
at rating a particular dimension consiste ntly rates the bes t 
performers on that dimension hig her. For mos t , t hi s abi l ity 
represents equitable and accurate performance appraisal 
better than the indices o f difference s i n 1 e l. 
Differential accuracy is calculated by cor r e lat i ng an 
individual's rating s on a particular dimensio n with the true 
scores for that dimension across ratees. The third example 
in Figure 1 combines the hypothetical rating s and true scores 
from the first two e xample s to show poor differential accuracy. 
These dimensional ratings have mostly negative correlations 
with corresponding true scores. tn contrast, the final 
example shows ratings for the same true scores with excellent 
differential accuracy. From these examples one can see that 
differential accuracy may be the component of accuracy which 
best defines what most conceive of as rating accuracy. 
Indeed, there is considerable support in the literature 
for this view. Borman (1979b) states "Regarding Cronbach's 
four accuracy components, in most sitUations differential 
accuraSl appears t o be the only conceptually appropriate 
index" (p. 104). Further, Sechrest and Jackson (1961) con-
clude " .•. the problem o f eliminating response biases is not 
insurmountable. The solution seems to lie in requiring 
differential predictions across objects" (p. 168). Also, 
Haatorf, Schne ider and Polefka (1970) write: "This (dif-
ferential accuracy) score is probably closest to what a 
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sophisticated reade r o f the research literature in this area 
would regard as a 'true' accuracy score because the various 
'response bias ' components (elevation, differential elevation, 
and stereotype accuracy) have been eliminated" (p. 32). 
Borman and his associates have depended on differential 
accuracy exclusively (Borman 1977, 1978, 1 979a, 1979b; Borman 
et al., Note 1). In these studies a subject rates a number 
of videotaped ratees on a number of dimensions. The dif-
ferential accuracy index is determined by correlating that 
rater's ratings on a particular dimension with the true scores 
for that dimension. This procedure is repeated for each 
performance dimension rated, and a separate differential 
accuracy index is calculated for each dimension. Later, the 
dimensional differential accuracy correlations may be con-
verted to z scores (using Fisher's ~ to ~ conversion) and 
averaged to provide a summary index of a subject's differen-
tial accuracy. 
In summary, there are a number of important findings 
from reviewing the body of literature on rater accuracy . 
First, it was noted that accuracy has a conceptual advantage 
over other dependent measures in that it requires comparisons 
of obtained performance ratings to true scores. Next, among 
the problems that can occur when using accuracy is the deter-
mination of true scores requiring high levels of agreement 
from expert raters. Finally, another problem in using 
accuracy is determining which mathematical definition of 
accuracy is most conceptually meaningful. Since differential 
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accuracy requires that high performers on a dimension be 
ra ted higher on that dimens i on , it seems the best answer for 
this problem . Reviewi ng the body of li t erature conce rning 
the process of rating may show why many are hopefu l about 
th is new approach to studying performance rat i ngs . 
Theories of the Process of Rating 
Theo rists intere sted in the process of rating f eel that 
better understanding of raters' cognitive processes may lead 
t o a better understanding of the inaccuracies in ratings. A 
helpful first step in an attempt to integrate these theories 
is a comparison of the labels used by theorists to describe 
important steps in the rating process . Next, a brief des-
cription of the major emphasis of some of the more important 
theories is presented. Some common aspects of these theories 
are then explored in an attempt at synthesis. 
Labeling the Rating Process . The most basic analysis 
of the steps of the rating process is a two stAge analysis 
first presented by Guion (1965). He notes raters must first 
observe performance and then make a judgement about that 
performance. Although the t erminology may vary, all theories 
of the process of rating include these two essential steps. 
Recent articles show concern about that which intervenes 
between observing performance and making a judgement about it. 
Landy and Farr (1980) and Feldman (1981) both note that after 
performance information is observed it must be stored in some 
way, and before judgements are made, that information must be 
-16 
recalled, o r r e trieved. Cooper (1 981 ) further poin ts out 
that there are both short-te,r m and long-term storage and 
retrieval (memory) processes. Figure 2 depict s the l abels 
of the steps presented in several models o f the rating process. 
Theoretical Emphases. While these label s are comparable, 
each theory has its own area of special emphasis. Landy and 
Farr (1980), for example, choose to emphasize the organiza-
tional constraints in which performance ratings take place. 
While other theorists limit their writings to the cognitive 
processes of rating, Landy and Farr (1980) introduce the 
administrative processes of the organization as a second sub-
system in the rating process. They note, for example, that 
ratings are affected by the organizations stated purpose for 
the rating. Raters may react differently to the same infor-
mation when their ratings are to be used for administrative 
purposes than when those ratings are used for the development 
of an employee. 
On the other hand, Cooper 's (1981) major concern was 
halo error. The large number of steps in this particular 
model show how he meticulously traced various cognitive 
processes of rating and described at each juncture how halo 
could enter into ratings. For example, Cooper (1981) pro-
posed that simplification and information loss after both 
short-term and long-term memory decay could result in halo 
and inaccuracy. 
Fedlman (1981) emphasized the difference between what 
he labeled the automatic and the controlled processea of 
Gu~on 1965) 
observation 
judgement 
Fi gur e 2 
A Comparison of Theor ies of the Cognitive Processes o f Rati ng 
Borma n 1978 ) Landy a nd Farr (1980) Fe l dman (1981 ) 
obse rvation observati on attention 
storage categor i zation 
recall recall 
evaluation 
information 
wei1hini 
eva u.t on. 
judgement integration 
Cooper (1981) 
1) 
2) 
3) 
4) 
5) 
6) 
7) 
8) 
9) 
10) 
11) 
observation o f action 
observat ion , en 
aggregation and 
age in short-te 
coding , 
stor-
rm 
memory 
short-term memo ry decay 
transfer to Ion g-ter1!l 
eg.tion s tore and aggr 
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y decay 
c.te-
ted 
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sian retrieval 
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long-term s tore 
recognition of 
vationa and imp 
aion. r elevant 
rating categor i 
ob.er-
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to 
e. 
comparison of a b •• r-
•• ionl> 
nd.rd . .... 
... 
vation. , apre 
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ra t i ng i s a u t omatic , tha t mos t ra t ees a r e categor i z ed and 
compared t o pr o t o t ypes without a gr eat deal o f menta l ef fo rt. 
Ho wever, when decisio ns beco me p r o bl ematic , rate r s i nvo ke 
the controlled, o r conscious l y mon i t o r ed , proces s of r ati ng. 
Bormanls (1978, 1979a ) concern whe n o u t l i ni ng t he pr o -
cess of rating seeme d t o be o n inc r e asing the re liability 
and validity of performance ratings. At each s tep in the 
rating process suggestions are made a s t o how i nte rrater 
reliability and accuracy may be increased. For e xample, 
Borman (1979a) suggeste d that raters who are trained to 
observe performance behaviors accurate ly may make more accu-
rate judgements than untrained raters. Some support for this 
contention comes from Murphy et a l . (1982) who reported 
significant correlations between the accuracy o f ratings 
and their measure of observation of performance behaviors . 
An At t empt at Synthesis . While it can be seen from 
this discussion that the theoretical emphases of thes e 
theo rists in describing the process of rating vary, the rat-
ing process itse l f remains the same. Basically , a rater 
must f irst observe performance behavior, remember his/ her 
observations, and then weigh the recalled perceptions in 
order t o make a judgement. This final step is of particular 
importance to the author 's research. 
The weighing of evaluations to make a judgement is, at 
least implicitly, an important part of every theory of the 
rating process . The process of synthesizing multidimensional 
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information is recognized as v ita l t o the rating process by 
mos t of the major theorist s writing o n the subject . The 
inclusion of this step in all the theories discuss ed i s 
r eason enough for research attempting to link this part o f 
the rating process with rater accuracy. 
Granted, other steps i n the rating process are included 
in all of the theoretical models on the subject. Further, 
there is reason to suspect that these other variables, obsev-
ing and remembering performance, are related to rater accuracy. 
Borman (1979a) and Mur phy et a1 . (1982) have suggested that 
observation skills are linked to accuracy. Cooper (1981) 
points to random error caused by memory 10s8 as a major 
source of inaccuracy. However, investigating the po.sible 
effects of all of the steps in the process of rating that 
are repeated in every major writing on the subject i. beyond 
the scope of this study. Therefore, this research attempts 
to ho ld all other process variables constant and consider 
only those variables subsumed in the judgement making proces8 
as a source of individual differences in accuracy. 
A final reason for investigating the cognitive process 
o f weighing information while rating arises from Borman's 
(1978) writings. He felt that this step in the rating pro-
cess may be an important source of inaccuracy in rating8 and 
that understanding individual differences in weighting schemes 
may lead to more accurate ratings. Borman (1978) also provide. 
a suggestion as to how the process of weighing information 
may be measured. He notes that M ••• policy capturing can 
20 
ident i f y the k i nds of cues raters weig h heav ily i n ma k ing 
their rating s and can p inpo i nt in the s e we i ghing schemes 
indiv idual d i f fere nce s .. . " (Borma n , 1 978, p. 14 2). How 
policy captur i ng mea s ures rat i ng s trategy while contro ll i ng 
the process variables of obser v ing and remember i ng perfor-
mance is discussed i n the next section. 
Policy Capturing 
Policy capturing has not been used widely for the purpose 
of describing perf ormance rating strategies (Hobson, Mendel , 
Gibson, 1981: Naylor & Wherry, 1964 : Tay lor' Wilsted, 1974; 
Zedeck & Kafry, 1977). Thus, a brief introduction to the 
technique may be helpful. Hobson et al . (1981) provide an 
excellent description of the steps most common to this 
method : 
(a) the presentation to raters of a series of pro-
f iles consisting of scor e s on a number of stimulus 
cues, (b) instruc t ions to raters to review each pro-
file and assign some overall rating or evaluation 
which best summarizes or represents the information 
available, and (c) the use of multiple regression 
analysis within the framework of the general linear 
model to calculate the extent t o which the overall 
ratings are predictable g iven the scores on the 
stimulus cue . (p . 167) 
Policy capturing uses information from the regress i on 
equation to describe the rating strategy . Two type. of 
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i nformatio n from the regression equation are part icularly 
important (Hobson et al., 1981 ) . First , the squared mul t ipl e 
correlation reveals the consistency with which dimen s ional 
info rmation is use d in making judgements (Hobson e t a1., 1981). 
Hobson (1980) notes: "Within the linear model, the s q uared 
multiple correlation coefficient (R2) is an i ndex of the 
extent to which a rater's judgements are predictable given 
information about cue levels" (p. 20). Thus, higher R21 s 
reflect more predictable use of a rating strategy and more 
consistency in the use of dimensional information. Second, 
the relative importance of the individual dimensions in 
determining overall ratings can be found by calculating rela-
tive weights from the beta weights associated with the 
dimensional cue (Hoffman, 1960). 
Also important is what policy capturing does not meaaure . 
Note that the policy capturing task is unique in that per-
formance information need not be remembered or performance 
observed directly . Subjects need only to refer to the 
stimUlUS profiles. Thus , the cognitive processes of observ-
ing and remembering performance are held conatant, and only 
judgement strategy is measured. 
Developing Profiles . The way the stimulus profiles used 
in policy capturing are developed and subsequently preaented 
to subjects are critical issues in policy capturing research. 
The realism of the task presented to subjects is one consider-
ation in developing stimulus profiles for policy capturing. 
Of the studies which used policy capturing to describe 
22 
perfo rmance rati ng strateg i e s, on ly Taylor and Wilsted (197 4 ) 
used actual perfo rmance p r ofile s. The remain i ng s t udie s used 
easily ge nerated hypo the tical pe r fo rmance pr of iles. Two of 
these were cr i ticized f or being unre alistic: Hobson (1980 ) 
by a subject (Craig , Not e 2) and Ze d eck and Kafry (1977) by 
a theorist (Cooper, 1981). In constrast, Nayl or and Wherry 
(1964) had a question-and-answer period for subjects following 
their experiment involving computer generated hypothetical 
profiles. During this interv iewing there were no comments 
that would lead the experimenters to believe that subjects 
thought that the profile s did no t represent the score s o f 
real people. 
The difference in the realism of the profiles may be 
dependent upon the performance dimension intercorre1ationa 
chosen by the experimenter . Both Hobson (1980) and Zedeck 
and Kafry (1977) set the dimension intercorrelationa at zero . 
On the other hand, Naylor and Wherry (1964) determined their 
dimensional intercorrelations by factor analyzing dimenaional 
relevancy ratings. The relevancy rating was a meaaure of 
how each dimension was thought to relate to overall perfor-
mance. By entering the obtained factor structure into the 
computer program used to generate the stimulus profiles, 
these resulting profiles had what was thought to approximate 
the true dimension intercorrel ation. Thus, with true dimen-
sion intercorrelations, hypothetical profiles may 8eem more 
realistic. 
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There are, however , major probl em s in usi ng pro files 
with c o rrelated dimensional stimulu s cues. Both pieces o f 
information available from policy capturing may be misrepre -
sented if the profiles contain no n-orthogonal dimension 
scores. Dudycha and Naylo r (1966) point out that R21 s tend 
to increase with increasing dimension interco r relations. 
Thus, subjects would appear to use their rating strategies 
more consistently than they actually do. Also, dimension 
inter correlation makes the interpretation of the importance 
of each cue from relative weights more problematic (Hobson, 
1980). Using dimensions with shared variance, the independent 
effects due to information from one dimensional cue is dif-
ficult to separate from the effects due to information from 
the dimensional cues with which it is correlated. 
Another factor which may affect both t ypes of information 
is the "number of stimulus profiles to dimension M ratio. 
While cross-validation and the Wherry correction formula 
(Wherry, 1931) ameliorate the problems of sample specific 
error (i.e., capitalization on chance), a large stimulus 
profiles to dimension ratio will minimize chance effects. 
The capitalization o n chance factors spuriously inflate R2 
(Cohen & Cohen, 1975). Also, to the extent the ratio of pro-
files t o dimensions is small and dimensions are correlated, 
regression weights are more unstable, possibly leading to 
erroneous conclusions about the importance of dimensions in 
a rater's policy (Hobson, 1980). 
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Faced with this dilemma, researc hers have fou nd it mor e 
practical t o increase the numbe r of profiles to be rated than 
t o decrease the number of performance dimensions. asily 
generated hypothetical profiles have allowed experimenters 
to readily increase the number of "ratees" considered by each 
subject. Still, the effects of subjects' fatigue should be 
considered when developing stimulus profiles. That is, one 
should not use so many profiles that the quality of the data 
suffers due to subject fatigue. In conclusion, policy cap-
turing seems a useful technique for determining judgement 
strategy. Additionally, a large number of orthogonal stimulus 
profiles will make the results of the policy capturing regres-
sion equation more interpretable. 
Summary 
First, rating accuracy was presented as an alternative 
to a reliance on only psychometric errors as the dependent 
variables for performance rating research. Since accuracy 
reflects the proximity of ratings to the shape of the true 
score profile, it avoids many shortcomings of such measures 
of the psychometric properties of ratings as halo, leniency, 
and interrater agreement. Other problems in the use of 
accuracy, such as the development of true scores and deciding 
on an appropriate measure of accuracy, have also been addressed. 
Next, possible sources of inaccuracy in ratings were 
uncovered when reviewing theories of the process of rating. 
Among these is the way in which raters weigh available per-
formance information to make a judgement. It was further 
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d iscover e d that po l icy captur i ng can measure the s e ra ting 
strategies if a larg e numb e r of o rthogon a l st imulu s p r ofiles 
are used . 
From the literature r e view o ne finds that the possibi lity 
exists for a relationship between rating strategy and dif-
ferential accuracy. For example, similar behav iors are 
required for giving differentially accurate ratings and for 
using a rating strategy consistently (i.e ., producing a high 
R2). It is known from the rating process literature that 
raters must perceive performance information, encode that 
information, and, in some fashion, weigh that information. 
The highly accurate rater must perform these tasks well enough 
to produce ratings which are similar in shape to the true 
scores. The rater producing high R2,s must also perceive 
information and weigh that information . This rater must 
weigh dimensional information i n a highly consistent manner 
in order for his/ her overall ratings to be highly predictable 
from dimensional cues . 
Also, the behavior required to give differentially 
accurate ratings would lead one to predict that those exhibit-
ing this behavior would consider information from more per-
formance dimensions in their rating strategy than would less 
accurate raters . Recall that the summary accuracy index used 
by Borman (e.g ., Borman, 1977) is the standardized mean of 
the dimensional accuracy measures. Therefore, to achieve a 
high score on this measure a rater must rate a number of 
different dimensions accurately. That i8, to be considered 
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highly differentially accurate, a rater mu s t at t end t o a 
number of perfo rmance dimens i o ns with suffic j e nt unders tand-
ing t o recognize bo th good and poor performances on t ho se 
dime nsions. It follows, therefore, that such a rater would 
attend to and make use of a greater number of performance 
dimensions when asked t o rate overall performance than would 
a less accurate rater. 
Finally, it seems likely that there would be a signifi -
cant relationship between the accuracy with which a particular 
dimension is rated and the relative weight given that dimension . 
In order to rate a particular dimension accurately, one must 
attend to the performances which are tapped by that dimension 
and differentiate be tween good and poor performances on that 
dimension. Raters, in general, tend to understand the dynamics 
of good and poor performance on some dimensions better than 
others (Borman, 1979&). It follows that raters may weigh 
those dimensions, whose dynamics they understand best, more 
heavily to those dimensions whose dynamics they underltand 
less well. 
The following rese arch hypotheses emerge from this dis-
cussion of the behavioral similarities between rating strategy 
and giVing accurage rati ngs: 
1. More accurate raters adher e to their rating strategy 
more consistently than do less accurate raters. 
2 . More accurate raters use a greater number of per-
formance dimensions when rating overall performance 
than do less accurate raters. 
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3. There is a positive correlation between the 
accuracy with which a dimension is rated and the 
relative weight given that particular dimension . 
Chapter II 
METHOD 
OVerview 
As noted, the purpose of this study was to determine 
if rating strategies employed by more accurate raters are 
systematically different from those used by less accurate 
raters. Differential accuracy served as the index of accuracy 
necessary to address this question. To calculate differen-
tial accuracy, true dimension scores from a videotape 
developed by Borman (i.e., Borman, 1977) were correlated 
with dimensional ratings provided by subjects after viewing 
the videotape. 
Policy capturing was employed to define individual 
rating strategies . Subjects provided overall rating. for 
each of 100 hypothetical performance profiles. Specific 
aspects of the rating process were determined from these 
ratings. These include the consistency of the rating stra-
tegy, the specific dimensions considered when providing an 
overall rating, the relative weights assigned those dimen.ions, 
and the number of dimensions considered. 
Finally, correlations were employed to detect systematic 
relationships between rating strategies and differential 
accuracy and to address the specific hypotheses set forth 
earlier. 
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Subjects 
Students in upper a nd l ower div ision psychology c la sses 
at Western Kentucky University received extra credi t t o serve 
in this study. Seventy-three participants completed both 
the differential accuracy portion and the policy capturing 
setment of the experiment. 
Materials 
Materials used in this study included (1) the v ideotapes 
used to assess differential accuracy, (2) the BARS employed 
to rate the videotapes, and (3) the 100 hypothetical perfor-
mance profiles used in policy capturing . 
The eight videotapes each depicted a manager in a pro-
blem solving interview (e.g., Borman et al., Note 1). A 
different actor in each videotape portrayed the manager per-
forming at varying levels of effectiveneS8 when dealing with 
a problem subordinate. The subordinate was portrayed by the 
same actor in each of the 5-9 minute videotapes. 
The BARS (Appendix A) originally developed to accompany 
the videotapes (e.g., Borman, 1979a) were used by subjects 
to rate these performances. The dimensions on the BARS were 
(1) structuring and controlling the interview, (2) establishing 
and maintaining rapport, (3) reacting to stress, (4) obtain-
ing information, (5) r e solving conflict, (6) developing the 
employee, and (7) motivating the employee . 
A random numbers table was used to generate orthogonal 
dimension scores for the 100 hypothetical performance profiles 
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necessary fo r policy capturing (Appe ndix B) . Later , dimen-
sion intercorrelations were computed to confirm t he indepen-
dence of the profiles across dimensions (these correlations 
rang ed from r - -.03 to r = .05). The stimulus profiles 
contained the same seven performance dimensions and 7-point 
rating scale format as did the BARS used to assess accuracy. 
Procedure 
The first step in this study was to conduct performance 
rating sessions necessary for determining differential accu-
racy scores for each subject. This step required subjects' 
ratings of the videotaped performances on the BARS. The nine 
rating sessions ranged in size from five to eighteen subjects 
per session. Each session was conducted in an identical 
fashion, beginning by asking subjects to familiarize them-
selves with the BARS. Once familiar with the scales t format 
and behavioral anchors, subjects were instructed in how to 
use them. Next, each of the eight videotaped performancea 
was viewed. The order of presentation of these performance. 
remained constant across all of the sessions. Immediately 
after each performance was viewed, it was rated on the BARS. 
These sessions lasted 1~-2 hours. 
Approximately two weeks after the rating sessions u.ed 
to assess differential accuracy, subjects were presented with 
the policy capturing task. In order to capture each subject's 
rating strategy, they were required to provide overall per-
formance ratings for each of the 100 hypothetical performance 
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pr ofiles depicting performance on seve n d imension s . Subjects 
were instructed to co ns ider each pro fil e a s if it were an 
actual manager's performance rating and assign that ma nager 
an overall rating. To prevent rater fatigue, subjects were 
allowed to rate these profiles at their convenience and were 
asked not to rate more than 20 t o 30 profiles at a sitting. 
Subjects were given a two-week interval in which to complete 
and return all ratings. 
Chapter III 
ANALYSIS ANO RESULTS 
Determining Differential Accuracy 
Once subjects had rated the videotapes, their ratings 
could be analyzed to generate differential accuracy scores 
for each subject. Differential accuracy was determined by 
correlating dimensional ratings that each subject provided 
after viewing the eight videotapes with the true scores for 
those dimensions. This process defines for every subject a 
differential accuracy score for each of the seven dimensions 
rated. A summary differential accuracy index was then cal-
culated by converting the seven separate correlations to z 
scores (using Fisher's £ to ! conversion) and computing 
their mean. In sum, for subsequent analyses eight differen-
tial accuracy sco res per subject were generated, one for each 
of the seven dimensions and the summary differential accuracy 
index. 
Capturing Performance Rating Policies 
Subjects' ratings on the stimulus profiles were used to 
capture their rating policy . Information from the stimulus 
profiles and the overall ratings were used to calculate a 
regression equa tion for each subject. A subject's overall 
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ratings we r e r egressed o n the stimulus p r ofi les . The r egres-
sio n routine was programmed t o t e rminate o nly after all seven 
predictors entered the equation. Thus each subject 's regres-
sio n equation generated seven beta weights and an R2 . 
The R2 was used t o represe nt the consistency with which 
a subject adhered to his/ her particular rating strategy. 
The beta weights were converted t o relative weights to repre-
sent the weight given each of the seven performance dimensions 
in the judgement of overall performance. Hoffman (1960) points 
out that relative weights are nece ssary in order to make 
direct comparisons between policies and allow for the assess-
rnent of the independent contribution of each dimension . The 
conversion formula is 
2 
R 0.12 •• • k 
where , Boi 2 the beta coefficient for the ith predictor 
2 R 0 . 12 ••• k 
- the validity coefficient (correlation with 
judgement) of the ith predictor 
= the squared multiple correlation coefficient 
reflecting the best linear combination of 
the k predictors in prediction of judgements 
(Hoffman, 1960, p . 121). 
A final measure of interest extracted from the policy 
capturing process represented the number of dimensions raters 
considered in making their overall ratings. This overall 
rating was measured by correlating each dimension's scores 
on the stimulus profiles with a subject's overall ratings. 
It is assumed that a significant correlation between the 
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overall rating s and an individual dime nsio n ' s score is indi -
cative of conside ratio n of that dimens i on . A correlation of 
at least +/ -.20 (p ~.05) was reg arded as indicating 
dimension was considered by a rater. 
at a 
In summary, nine measures were used t o reflect rating 
policy, the seven relative weights, the R2 ,s, and the number 
of dimensions considered . The means, standard deviations, 
and Spearman-Brown split-half reliabilities for these measures 
appear in Table 1. Eight measures were used to tap differen-
tial accuracy, seven representing the accuracy with which 
each particular dimension was rated and the summary differen-
tial accuracy index. The means, standard deviationa, and 
Spearman-Brown split-half reliabilities for these variables 
appear in Table 2. The next step in the analysis WAS to 
determine if relationships between these Variables supported 
the hypotheses set forth earlier. 
Testing and HYpotheses 
HYpothesis 1. This hypothesis stated that raters exhibit-
ing greater accuracy would make more consistent use of the 
multi-dimensional performance profiles when rendering a 
judgement of overall performance for each profile. The mul-
tiple correlation squared (R2) resulting from the regression 
of each subject's overall performance ratings on the 100 pro-
files was computed . This index reflects the consistency with 
which each subject used the profile information in arriving 
at a judgement of overall performance. This index was then 
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Tabl e 1 
Means, Standa rd Deviations, and Spearman- Brown Split-Hal f 
Reliabilities o f the Policy Captu ring Variab les 
Mean S.D. Re liabi lity 
~R~2 ____________________________________ ~.5~7~' .15 
Number of Dimensions Considered 3.62 1.31 
Relative Weights for the Dimensions: 
Structuring & Controlling the Interview .10 .10 
Establishing • Maintaining Rapport .13 . 22 
Reacting to Stress . 16 . 14 
Obtaining Information .11 .12 
Resolving Conflict . 22 .17 
Developing the Employee .19 . 08 
Mo tivating the Employee . 08 . 11 
*mean corrected R2 
-
.48 (see Table 4 ) 
.74 
.71 
.67 
. 68 
.71 
.62 
.69 
.73 
.61 
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Table 2 
Mean s , S tandard Deviations , and Spearman - Brown 
Split-Hal f Re liabilities o f the Accuracy Measures 
Mean S.D. Reliability 
Summary Accuracy Index .66 .21 .84 
Dimensional Accuracy Indices for: 
Structuring • Controlling the Interview .67 .16 .56 
Establ i shing • Maintaining Rapport .43 . 28 .77 
Reacting to Stress . 67 .20 .52 
Obtaining Information . 52 .30 .73 
Resolving Conflict . 58 . 30 .75 
Develo ping the Employee . 56 .27 . 76 
Motiv ating the Employee .71 . 19 . 77 
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correlated with the subject's corre sponding accuracy score . 
It was hypothesized that this c o rrelatio n, computed across 
subjects , would be positive; that is, more accurate raters 
would rate profiles more consistently. 
The resulting correlation was r = -.028 (p ~ .05) . Thus 
the data failed to support the hypothesis t hat more accurate 
raters use multidimensional performance cues more consistently. 
HYpothesis 2. The second hypothesis stated that more 
accurate raters would consider performance information from 
more dimensions when providing an overall performance rating. 
The measure of the number of dimensions considered, as des-
cribed earlier, was the sum for each subject of the profile 
dimensions which correlated significantly with their overall 
ratings on the stimulus profiles. This index of the number 
of dimensions considered was then correlated with the accu-
racy index for each subject. A positive correlation would 
support the hypothesis that more accurate raters considered 
performance information from more dimensions. 
However, this correlation was not significant (r - -.177, 
p > .OS). Therefore, the second hypothesis, that more accurate 
raters would consider more dimensions than less accurate 
raters, was not supported by the data. 
HYpothesis 3 . The final hypothesis was that raters who 
are accurate at rating a particular dimension would tend to 
weigh that dimension more heavily. RelatiVe weights, cal-
culated from the beta weights which resulted when overall 
ratings were regressed on the stimulus profiles, were used 
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t o r epr e s ent the weig ht g i v e n a dime nsion when p r ovid ing a n 
over a ll per formance ra t ing . The accuracy wi t h whi ch an 
indiv idual d i mension was rated wa s measured by c o rrela t i ng 
obta ined d i me ns ional rating s with true score dimensional 
rating s prov i d ing the differential a ccu r acy i ndex fo r that 
dimension. This hypothesis predicts s i g ni ficant posit i v e 
correlations, computed across subjects , between the i nd iv idual 
dimensional accuracy measure s and the relative weight g iven 
the corresponding dimension . For example, a rater who is 
accurate at rating a manager's ability to motivate the employee 
may weigh the scores on the dimension "motivating the employee-
heavily when providing an overall performance rating. 
However , none o f these c o rrelations were significant 
( p ~ .05), nor could they be considered supporti ve of the 
hypothesis . These results are presented in Table 3 . 
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Table 3 
Correlations Between Relative Weights and the Dimensional 
Accuracy Index fo r the Cor r esponding Di mensio n 
Dimension Labels 
Structuring and Controlling the Interview 
Establishing and Maintaining Ra ppo rt 
Reacting to Stress 
Obtaining Information 
Resolving Conflict 
Developing the Employee 
Motivating the Employee 
Corr e latio ns 
-.061 
-.034 
-.091 
-.065 
-.016 
. 089 
-.056 
Chapter I V 
DISCUSSION AND IMPLICATIONS 
In this section the results previously presented are 
discussed and their implications explored. These results 
fail to support the hypotheses testing the idea that more 
accurate raters use a different rating strategy than less 
accurate raters. There are basically two categories of 
explanations for these results: (1) the null hypothesis is 
true--that is, more and less accurate raters do not differ 
in their rating strategy: and (2) one or more methodological 
flaws in the design of the study prevented the phenomenon 
that more accurate raters actually use a different rating 
strategy than less accurate raters from being revealed in 
the results. This section explores both of these possi-
bilities and the ramifications of each. 
The Independence of Accuracy and Rating Policy 
If more and less accurate raters do not differ in rating 
policy, the process of rating may still be important to 
accuracy research. This research studied only one step in 
the rating process, the judgement-making process, while 
attempting to hold the other steps constant. Other stepa in 
40 
41 
the process of ratin~ such as obs erving a nd r ememberi ng per -
formance, may yet be important sources of explana t ion of 
differences in rating accuracy. As no t ed , Borman (1 979a) 
suggested training raters in o bservation skills t o incre ase 
accuracy, while Cooper (19 81) suggested much of rating 
inaccuracy is due to long-and short-term memory loss of 
performance information. Pe rhaps, rather than holding these 
variables constant, a better strategy would be to study the 
effect of each of these rating process variables (observation, 
long-and short-term memory , and the judgement-making process) 
on rating accuracy, alone and in interaction. While requiring 
a complicated experimental design, such a study would more 
fully explain the effect, if any , of rating processes on 
rater accuracy. 
Another strategy for studying the effect of rating 
processes on accuracy would be to re-examine the theories 
of the process of rating for discrepancies in these theories. 
While this researcher sought a synthesis in the process 
theories, others have found it more fruitful to explore the 
differences in these theories (e.g. , Nathan' Lord, 1983). 
A final precaution for those planning accuracy research 
would be to consider the major purpose of this line of 
research--narnely, the improvement of performance ratings. 
This improvement means that the focus of future accuracy 
studies should be on trainable rating characteristics. It 
is rare that one may choose between a number of equally 
qualified raters; more normally, only a very few have direct 
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knowledge of performance beha vior . Therefore , it is arguably 
mor e he lpful t o be abl e t o train tho se raters with per for -
mance knowle d ge t o produce more accurate ratings than t o be 
concer ned with those characteristics of accurate raters which 
are not easily changed. Since observation and memory skills 
can be improved with training, research investigating these 
processes may aid in the direct improvement of the accuracy 
of performance ratings. If better observation and memory 
skills are, in fact, related to more accurate ratings, (as 
has been suggested, Borman , 1979a; Cooper, 1981; Murphy et al., 
1982), then training programs may be developed to improve 
these skills and in turn improve rating accuracy . However, 
personality characteristics (such as those studied by Borman 
et al., Note 1) are slow to change and are not conducive to 
training . 
In summary, while one clear possibility is that there 
is no relationship between rating policy and differential 
accuracy, the future of accuracy research is still promising. 
The next section disc usses the remaining possibility, that 
there is a relationship between rating policy and accuracy 
that was not uncovered due to methodological flaws in the 
design of the study. 
Methodological Issues 
The possible methodological and design shortcomings are 
presented in four sections: (1) the effects of inadequate 
sample size; (2) the adequacy of t he variance in the variables; 
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(3) the possibil ity of unreliable o r inco nsistent data; and 
( 4 ) t he likelihood t hat s ubjects approached the tasks seren-
dipitously and p r ovided unrepresentative data. 
Sample Size. Sample size is o ne of the determinates 
of the statistical power o f a t e st. The moderate sample 
size of this study may help explain the lack of statistically 
significant results. Perhaps larger samples are needed t o 
achiev e significant results when studying rater accuracy or 
rating policies. Yet, Bernardin and Pence (1980) found 
significant results in their research on the accuracy of 
ratings with a similar sample size (N - 72 VS. N - 73 in this 
study). Also, Benson, Buckley and Dickinson (Note 3) found 
some support for their hypotheses concerning differential 
accuracy with a sample size of 54. While there are examples 
of accuracy studies with moderate sample sizes and statis-
tically significant results, all of Borman's research on 
differential accuracy involved samples of at least 140. 
Still, given the same correlations and a sample size of 100, 
none of the predicted correlations in this study would be 
significant at the p~.05 level. 
Further, there is strong evidence that policy capt uring 
studies may yield significant results with moderate or small 
sample sizes. None of the four previous studies using policy 
capturing to describe rating policies cited contained an 
individual sample of more than 50 (Hobaon et al., 1981, 
Naylor' Wherry, 1964j Taylor, Wilated, 1974; Zedeck , 
Kafry, 1977). Thus, it appears unlikely that inadeqUAte 
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sample size contributed to our failure t o de tect a significant 
relationship between accuracy and the policy c apturing variables . 
Variance . Like adequate sample size, adequate variable 
variance is essential for statistical power. Obviously , if 
little variance existed in the variables r eflecting rater 
accuracy and rating policy, it would be difficult to explore 
a possible relationship between these variables. However, 
the variance reported for the summary index of accuracy in 
this study is similar to that reported by Borman et a1. (Note 
1) for the same variable (S .D. ~ .24 ~. - .21 in this study). 
Also, the variances in the individual dimensional accuracy 
indices and the variables of rating process appear sufficient, 
in comparison to their means, for discovering significant 
relationships if they exist (see Tables 2 and 3). 
Reliability and Consistency. Still another determinate 
of the statistical power of a design is the reliability of 
the variables involved. Reliability has a number of conno-
tations and has been defined a number of ways. One definition 
of the reliability of a measure concerns its internal consis-
tency, or homogeneity. A common method of measuring internal 
consistency is with the Spearman-Brown split-half reliability 
formula . This index tests homogeneity by determining if one 
half of a measure is consistent with the remaining half. 
Using this formula , the summary index of accuracy seems to 
have been reliably measured; this variable's split-half 
reliability was .86. 
Borman (1977) investigated another aspect of the internal 
consistency of the summary index of accuracy. Noting that 
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this accuracy index is the sum of the d imensional indices of 
accuracy, Borman ( 1977) addressed the ques tio n: "If a subjec t 
is accurate in his/ her rating of ratees' performance on one 
dimension, what is the likelihood that the subject will be 
accurate in evaluating ratees ' performance o n o ther dimen-
sions of that job?" (p. 247). He explains: "High consis-
tency indicates that subjects who are accurate in their 
ratings on one dimension of a job tend to be accurate in 
their ratings on other dimensions of the job, or that sub-
jects less accurate in their ratings on one dimension tend 
to be inaccurate in their ratings on other dimensions of 
that job" (Borman, 1977, p. 247) . Using an ANOVA approach 
Borman (1977) found higher within-job consistency in the 
accuracy of rating the job of manager (intraclass correlation 
- .65) than for measures of halo or leniency errors (intra-
class correlations 2 .54 and . 43, respectively). Thus the 
summary index of accuracy seems relatively internally con-
sistent when this aspect of reliability is considered. 
On the other hand, the individual dimensional indices 
of accuracy are not a s i nternally consistent as the summary 
accuracy measure (for the Spearman-Brown split-half reli-
abilities or the measures see Table 2). Generally, having a 
greater number of observations over which to pool when 
generating a behavioral measure increases that measure's 
internal consistency. For example, each of the dimensional 
indices of accurac)' was determined by correlating the true 
scores for a dimension with obtained ratings for that dimension, 
46 
across the eight videotaped performances. Thus , each correla-
tio n representing the accuracy for an individual dimension 
was calculated with onl y eight pairs of number s . The refore , 
these measures would not be expected t o be as internally 
consistent as the summary accuracy index, which was the 
standardized mean of seven of these dimensional indices and 
thus was based on 56, rather than eight, behavioral observa-
tions . However, the dimensional accuracy indices are probably 
consistent enough that significant relationships with these 
variables may have been found. Further, the possible attenua-
tion of results due to the instability of the individual 
dimensional accuracy measures would be a more important issue 
if the other hypotheses were supported and only the one 
involving these measures was not supported. 
Like the dimensional indices of accuracy, the rating 
policy variables appear to be internally consistent enough 
for the discovery of significant relationships (for the 
Spearman-Brown split-half reliabilities of these variables 
see Table 3) . 
Another connotation of reliability which is appropriate 
to consider when employing policy capturing variables con-
cerns consistency with which a rater adheres to his/her 
particular rating strategy. Obviously, it is important that 
each rater use his/ her rating strategy consistently when 
attempting to measure that strategy. In policy capturing 
research the R2 resulting from regression subjects' overall 
ratings on the stimulus profiles is taken as the measure of 
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consistency i n a subject' s use of a r a ting stra t egy (e . g ., 
Hobson et al ., 1981). Thus , while the Spearman-Brown spli t -
half reliabilities measure consistency across subjects , R2 
measures consistency within a subject's rating strategy. 
Using this definition o f consistency, subjects in this study 
appear to be about as consistent as tho se i n o ther studies 
using orthogonal dimensions in the stimulus profiles (e.g., 
Zedeck & Kafry, 1977). Since the use of non-orthogonal 
dimensions in the stimulus profiles attenuates R2 (Dudycha , 
Naylor, 1966), it is appropriate to compare this study 
only with others which used orthogonal dimensions. Also, 
comparisons should be made using the Wherry correction 
formula (Wherry, 1931) to correct for differences caused 
only by differences in the ratio of the number of profiles 
to the number of performance dimensions. After applying 
the Wherry correction, this study reported a mean corrected 
R2 of .48, while Zedeck and Kafry's (1977) two samples had 
a median corrected R2 ,s of . 49 and .51, and Hobson (1980) 
recorded a median corrected R2 of .73 (see Table 4) . 
Part of the apparent discrepancy between the Hobson 
study's higher reported R2 ,S and the lower R2,s recorded by 
this study and Zedeck and Kafry is due to the nature of the 
Wherry correction formula . This correction affects lower 
R2's more dramatically than higher R2,s, i.e., holding the 
ratio of profiles to dimensions constant, as the original R2 
decreases the size of reduction in R2 increases (Hobson, 1980). 
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Table 4 
A Comparison of R2 Value s in Similar Po licy Capturing Studies 
Study R2 Corrected R2 Profiles/ Dimensions 
Zedeck and Kafry 
(1977) 
. 49 40/ 9 
Sample 1 .61 
.51 40/ 9 
Sample 2 .62 
. 73 1 00/14 
Hobson (19 8 0) . 77 
.48 1 00/ 7 
Carter (198 0) .57 
(thi s study) 
Note. Corrected R2 ·s were determined by using t he Wherry 
correction formula (Wherry, 1931) which is: 
R2 
-
((N - l)/ (N-n- l» (1- R2 ) 
c 
where: 
R2 = the corrected R2 value c 
N = t he number of profi l es 
n = the number of dimensions 
R2 = t he uncorrected R2 value 
Also, t he f unction relating t he origina l R2 to the magni tude 
of r eduction i n R2 is not linear . That i s , holding t he rat io 
of profiles to dimensions ~n8tant, as the original R2 decreases 
t he size of reduction in R i ncreases (Hobson , 1980). ThuB , 
reduction is smaller in the Hobson (19 80) study than i n this 
study, even though the vital rat io is more favorable in this 
stud y. 
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Another possible source of this discrepancy may be that 
Hobson (19 80) used university faculty as subjects, whil e this 
study used students and Zedeck and Kafry (1977) used nurses. 
Thus, the faculty members' concern for the quality of research 
may have led them to consider the task more seriously than 
did the students or nurses. Indeed, if subjects did not 
approach these rating tasks seriously, the importance of 
these results is questionable. This issue is discussed in 
the next section. 
Subject Carelessness. Using upper division as well as 
lower division students as subjects and offering extra credit 
for the successful completion of the tasks were aimed at 
eliciting consistent and accurate ratings. Subject careless-
ness may have affected either of the two segments of this 
study, the differential accuracy segment or the policy cap-
turing segment. While there are a number of factors which 
could have contributed to inaccurate ratings (e.g., unfamili-
arity with BARS) careless subjects could not have produced 
accurate ratings . However, the ratings in this study are 
about AS accurate as those of other studies. The mean 
summary accuracy measure was r •• 66 in this study VB. a 
median of r •. 68 to r •• 79 for Borman (1979a) and r - .40 
to r = .50 for Benson et al . (Note 3). It should be noted 
that Benson et al. (Note 3) substituted a Mixed Standard 
Scale (MSS) format for the BARS used by this study and by 
Borman (1979a) and attributed the lower accuracy scores to 
this difference. Also, if consistency in the use of a rating 
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strategy can be taken as an indicatio n o f subject concern for 
the policy capturing task, then the results of this study 
would not have been a ffec ted by subject carelessness any more 
than those of Zedeck and Kafry (1977). 
In summary, it would seem unlikely that any of the 
methodological and design issues discussed could have pre-
vented the results from revealing a relationship between 
rating accuracy and rating policy. This statement gives 
more credence to the first possibility discussed, the like-
lihood that more accurate raters do not differ from less 
accurate raters in their rating strategy. From this assump-
tion it is suggested that future accuracy research concentrate 
on trainable rater characteristics, such as the observation 
and memory processes of rating. 
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Narne ________________ __ 
Instruc tio ns for Part 2 
The purpose o f this part of the study is to determine 
which performance dimensions are most important when assign-
ing overall performance scores. On the following pages are 
100 hypothetical profiles of manag ~r's performance that were 
generated using ranaom numbers. Your task is to consider 
each profile as if it were an actual manager's performance 
rating and assign that manager an overall rating . That is, 
using the scores under each performance dimension as guides, 
you are asked to give an overall performance rating for each 
of the 100 profiles. 
You will notice that the performance dimensions are the 
same as the ones you used in rating the managers on the video-
tapes used in the first part of this experiment. To refresh 
your memory, definitions and examples of high, average, and 
low performance are given on the following pages. When making 
your overall rating, assume that the performance profiles 
were made using the 1-7 behavior-based scales that you used 
to rate the videotapes. Your o verall rating should also take 
the 1-7 f o rm with 7 representing the highest level of perfor-
mance and 1 the lowest. 
To help you out, copies of the form you used when rating 
the videotapes will be available from myself, my mailbox, or 
on reserve at the Ed. Resources Library (3rd floor C.E.B.). 
Also, I will be in my office (C.E.B. 266) from 1 to 4 e v ery 
afternoon or call my home phone: 781-9075. Please do not try 
to do more than 20-30 at one sitting. You will have two 
weeks to turn this in either to myself or in my mailbox. At 
this time your name will be turned in to your teacher for 
extra credit, so don't forget to put your name on this booklet. 
Thank you for your cooperation, time, and patience. 
Rick Carter 
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A. Structurin & Contro l lin t he Interview 
Clear y stat~ng the purpose 0 t e ~nterv i ew; main-
taining control over the interview, d isplaying an 
organized and prepared approach to the interview versus 
no t discussing the purpose of the interview displaying 
a confused approach, allowing Whipker t o control the 
interview when appropriate. 
Ht~£ - Ou tlines clearly the areas to be discussed and 
5 ~ Ifully guides the discussion into those areas. 
Average - States the purpose of the interview but 
fails to cover some areas he intends to discuss. 
Low - Appears unprepared for t he interview and is 
unable to control Shipker on the interview. 
B. Establishing & Maintaining Rapport 
setting an appropriate climate for the interview; 
opening the interview in a warm nonthreatening manner; 
being sensitive to Whipker versus setting a hostile or 
beligerent climate; being overly friendly or familiar 
during the interview; displaying insensitivity toward 
Whipker. 
High - Draws Whipker out by projecting sincerity and 
warmth during the interview . 
Average - Uses mechanical means to set Whipker at 
ease, i.e., offers coffee. 
Low - Is confrontive and inappropriately blunt during 
the interview. 
C. Reactin~ to Stress 
Rema~ning calm and cool, even during Whipker's out-
bursts; apologizing when appropriate but not backing down 
or retreating unnecessarily; maintaining composure and 
perspective under fire versus reacting inappropriately to 
stress; becoming unreasonable, irate, or defensive in 
reaction to complaints; backing down inapprop~iately when 
confronted. 
High - Remains clam during Whipker's outbursts and 
responds in a rational, problem solving manner. 
Average - May become rattled when confronted but 
recovers quickly. 
Low - Becomes aggressively authoritative with Whipker 
or becomes helplessly silent during Whipker's outbursts. 
D. Obtaining Information 
Asking appropriate questions; probing effectively to 
ensure that meaningful topics and important issues are 
raised; seeking solid information versus glossing over 
problems and issues; asking inappropriate questions; fail-
ing to probe into Whipker's perception of problems. 
Hig~ - Asks probing questions, ensuring that important 
top~cs are discussed. 
Average - Asks general questions about Whipker's job 
and problems. 
Low - Asks inappropriate or superficial questions which 
fail to confront important problems. 
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E. Resolving Conflict 
Moving effectively to reduce the conflict between Valva 
and Whipker, Whipker and subordinates, etc. , making appro-
priate commitments and setting reali s tic goals to ensure 
conflict resolution; providing good advice to Whipker 
about his relationships with Va lva, subordinates, etc. 
versus discussing p r oblems too b luntly o r lecturing Whipker 
ineffectively regardi ng the resolution of conflict; failing 
to set goals or make commitments appropriate to effective 
conflict resolutio n; providing poor advice to whipker 
about his relationships with Valva, subordinates, etc. 
High - Provides good advice about solving problems and 
about improving Whipker's poor relationships with his 
subordinates, Valva, etc. 
Average - Tends t o smooth over problems and prov ide 
reasonably good advice to Whipker about conflict situa-
tions. 
Low - Lectures ineffectively or delivers inappropriate 
ultimatums to Whipker about improving his relationships 
with others. 
F. Developing Whipker 
Offering to help Whipker develop professionally; dis-
playing interest in Whipker's professional growth; 
specifying developmental needs and recommending sound 
developmental actions versus not offering to aid growth; 
failing to make developmental suggestions or providing 
poor advice regarding Whipker's professional development. 
~i9h - Makes commitments to help personally in Whipker's 
evelopment. 
Average - Shows moderate interest in Whipker's develop-
ment: may direct Whipker to seek developmental sugges-
tions elsewhere. 
Low - Expresses little or no interest in Whipker's 
professional development. 
G. Motivatin~ Whipker 
Provid1ng incentives for Whipker to stay at Gel and to 
perform effectively; making commitments or motivating 
Whipker t o perform his job well, to remain with Gel, and 
to help Gel accomplish its objectives; supporting Whipker's 
excellent past performance versus providing little or no 
incentive for Whipker to stay at Gel and perform effectively; 
failing to make commitments encouraging Whipker's continued 
top performance; neglecting to express support of Whipker's 
excellent performance record. 
Hiah - A high level performer provides encouragement 
an appropriate incentives to persuade Whipker to stay 
with GCl and to perform effectively on his job. 
Average - An average performer compliments Whipker 
appropriately at times but is only moderately effective 
in using these compliments to encourage high performance . 
Low - A low level performer provides little or no 
InCentive for Whipker to remain at Gel. 
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